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INTRODUCTION

Pioneering is notrieW to Black Hawk College. As
the first area junior college district in the State of II-

, linois,_Blarawk_hasNcotinuarly broken new
education I ground and provided leadership to
other colleges. Bled( Hawk.Colleege proposes, to

ntinue itypioneering role by developing and im-
hleme ti a program*the ireprovement of equal
opportunities embers 'Of minority grdbps,
women, and the phiiidail handicapped. This
program will insure that members o rf 'nor_itygroups
and wbmeri .have eqUal opportunities for erivid
ment, advdncement on the job, education and
receipt of services, and will instill in the total College
community, a sensitivity to the interests, concerns
and needs of "Mimbers of minority groups and "
won'Teil ftisranticip-atad-thatthe-prograirmilLseei.
as a model to our community, to other educational
institutions and to the nation as-a whole.

The program encompasses an examination in.
depth.othapolicies,practicesand attitudes existent
at the Collegaind provides for Affirmatiye Actrakt6-
aChievo equal oppokunq. Ultimate responsibility
for implementing tills, program rests with the Board
;of Trusteep. The College Presidentas the executive_
'officer of the Board of \Trustees has the ad-
ministrative responsibility .0d authority to assure
the achievement of the objectives of the prcigram:
The Affirmative Action Officer serves as the
representative of the CollegaTresident in the ad-
ministration-, implementation, and enforcement of
the program throughout the Cdpere district and in
this capacity monitors all person el actions pf the
College to insure that the intent of\the policy is being
honored and the goals and objectives of the program
are being met. This Officer reports directly to the
Presidentof the Colitige,'

\
This program re-asserts in written form the in-

stitutional commitrant to equal opportunity. The
authority for an Affirmative ActiOn program is deriv-
ed from HigherEducation Giiideline's, Executive
Order 11246, The Black Hawk College\Affirmative
Action proven) is predicated upon theterminology
and the content of the aforementioned guidelines

4
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--POLICY ON EQUAL OPPORTUNITY

,Black Hawk College is committed to provide equal
opportunity through ;its employment practices,
educational programs, and through the, many'ser-
vices it provides to the community. The College will
.make all personnel,decis ions without regar,d to race,
color,Telig ion, sex, national origin or physically han-
dicapped. The Colldge will offer prograMs that will
foster educational opportunity without regard to
lbe, color, religion, sex,-or national originThe
o liege will maintain a program of services design-

ed to serve the community without regard to race,
color, religion, sex, national origp, or physically
handicapped.

Furthermore, the college will under.ake an affir- ,

mative program of action to expand equality of op-.
pontnity The-program-will-be-designedia_ensur_
equality of opportunity !n employment. The College
will develop and maintain educational programs and
services that are sensitive to the emerging needs of
members of minority groups, Women, and, the
physically- handicapped..A.ndjjeally,,the College will
it';Itiate-pr_ograms that will increase, on the part of all
personnel, a Sensitivity to the interests and'needs of
those who have historically been discriminated
against: *"

Approved by ,the Board of Trustees -7-July24,191k
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PART ONE: EMPLOYMENT

OBJECTIVES OF AFFIRMATIVE ACTION
PLAN FOR EMPLOYMENT

1. To prov,ide a positive and dyndikiic gtilde for the
achievement of equal employment opportunity
for members of minority groups, women, and-the
physically. handicapped at Black Hawk College

2. To cause the Black Hawk College academic corh-
munity to view the Affirmative Action Plan for the
improvement of employment opportunities foil'
members of minority groups, women, and the '
physically handicapped as an asset to the educa-

,tio4urposes.of the Q.ollege
3. To elevate such equal opportunity policies so that

they exist as part of the institutional personality of
the College in the community

4-.TcrdevelopActiorfrotientadineaaores which will
broaden initial employment opportunities as well
as upward mobility avenues for members of
minority groups, women, and the physically han-
dicapped

5.7T-o-inCcease.awareness concerning the meaning
of equal opportunity on the part of alit
sonnet

6. To eliminate any Practices which may, have a dis-
criminatory effect on the emplgyment potential of
mer,ters of minority groups, women: and the
physically handicapped .

7. To audit all personnel actions to insure that no
decisions are made which might discriminate on
the basis of race, religion, color, seX, or national
origin or being physically handicapped

THE PLAN: ITS ADMINISTRATION AND
IMPLEMENTATION

Several actions were taken over the past several
years which led to the development ,of this docu-
ment. At the Joly, 1974 Board meeting the College
President sought authorization from the Board of
Trustees .to appoint a Task force on the Status or
Women and a Task Force on the &Mos of Minorities
(Board Repolls 11021 and 1029). The Board an:.
prOved the recommendations contained in these two
Board Reports, and the College President appointed
the membership of the Task Forces.

6
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The activities of the Task Forces culminated in the
presentation of a report to the Board of Trustees en-.
titled A Report of The President's Task Force, on
Minorities and thePrescdent's*Tatk force on Women
at tqe June, 1973 Board of Trustees meeting. The
report asked the Board to consider adoption,of a
policy on equal, opportunity and, to consider
authorizing the employment of an Affirmative Action
Officer on a part-time, basis. The Board adopted the
policy statement, and also authorized the appoint-

'mentaof the AffirmatiVe Action Officer.
.

These efforts resulted in the formulation of the.
following speCific Plan:

THE PLAN FOR IMPROVEMENT OF
EQUAL. OPPORTUNITY IN EMPLOYMENT

1. The Board of Trustees will:
a. Review, make recommendations for

necessary changes, and approve,the Plan
eerioslicallv review the results of implementa-

. tion of the Plan and make recommerfdation
. for necessary changes

2. The College President will:
a. Assume responsibility for the implementation

and-effective operation-of-the-Plan,,,
b. Provide leadership by example and, by, direc-

tion in carrying.out the Plan
c. Review periodically the results of implementa-

tion of the Plan and make recommendations
- for necessary changes.

d. ,Delegate to the Affifmative Action °their the
necessary authority and responsibility for
carrying out the specific provisions of the Plan

3. The Affirmative Action Officer wi I:
a. Serve as the direct representative of the

College President in carrying out the Plan
throughout the entire district

b. Become familiar with,. the (HEW) Health,
Education, and Welfare guidelines for higher
education

c. Keep current on all executive orders such as
Executive Orderi 1246, and serve as a Iiiison
between the national, state, and local offices
dealing with equal opportunity,

b. Moniti,the records of the College with theap-,
provel oi,the College President

7



e; eiplain the Plan to all supportive services per-
ednnel, faculty; and thle student governments

IN Develop workshops and awareneSS sessions
for-all-supervisory personnel, faculty, andetU-

_ dent representatives for the entire district
g. Insure that the intent, gofls, and objectives of

theRlati.aretheing.carcied,Our
h. Provide reports to the College President con-

cerning the progress of the Plan"
1. Maintaincontact with other Affirmative Action

Officers in order to keep informed of what is
transpiring on other campuses regeding Af-
firmative Action .

j. Participatein interviews ffiemployment atthe
discretion:of the Affirmative Action*Officer

k. Work closely with all Supervisory Personnel
_ when,job descriptions.are writtenor altered to

insure compliance with the College Plan
I. Serve as an ex-officio member of all -College

committees dealing!with personnel matters
4. Supervisory Personnel will:

a. Set Affirmative Action goals and timetableSfor
each department, section and/or unit in Con-
junction with the Affirmative Action Officer

b. Contribute to the development, maintenance
and expansion of a lilt of schools educating

. significant numbers of .,minority group
memllers,e,collection-ofjeference materials
and a list of agencies concerned with the
recruitment and employment of minority

group members
c. Be involved in the development and review of

testing related to job 'placement
d. Exemplify the spitii and intent of the Plan in',

their daily activities concerning employment;
training, promotions and terminations,

e. Attend workshops and seminars conducted by
or.for the Affirmative Action Officer

f, Provide the Affirmative' Action Officer with
reports on Affirmative Action efforts as re-
quested

g, Keep the Affirmative Action Officer informed
of complaints received regarding members of
minority groups or women, and 'offer
suggestions for the attainment of equal oppor-
tunity throughout theCollege

h. Work closely with the Affirthative.Action Of-
ficer when job descriptions are written or

4, 6

8

8

S./



O

altered to insure compliance with the College
Plan forffirmative Action

5. FacUlty will. .3

a. Attend workshops, seminars and classes con-
-duotedby or for the Affirmative Action Officer

b. Exemplify the spirit and the intent of the Plan
in their recommendations for employment of
staff fortheirdepartments

c. Encourage and help to prepare studenIs who
are membersof minority groups and women
for employment opportunities commensurate
with their abilities

d. Create a climate ,for equal opportunity in their
relatiOnships with students, staff and membere
ofsthe eom MUD ity at large

a Classified Staff will:
a. Attend workshops, seminars and classes con-

ducted by or foitheAffirmative Action Officer
bt Exemplify the spirit and the intent of the Plan

In their recommendations for employment of
staff 'for their departments

o. 'Create 'a climate for equal opportunity in their
relationships with students, staff and members
Of the community at large

7/OStudents will:
a. Designate representatives of the student

governments to attend workshops to become
familiar with the .Affirmative MCA Plan

b. Be expected to bring to,,4the attention of the
College, incidents of employee conduct that
demOnstrate racist, sexist or Other bias
detrimental to the attainment bf the goals and
objectives of the Plan, to report the use of
materials which contain' racist, sexist, or other
biases and to offer suggestions forithe attain-
ment of equal employment opportunity.
throughout the College

c. Provide recruiting personnel with names of
eligible members of minority groups)'women,
and physically handicapped when they have
information concerning sucii

.9
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1. Position Oetcription for the Affirmative Ac.
tion Officer .

REPORTS TO: College President
SLIPtilViSESI thirkitypsit
BASIC FUNCTION: .

The Affirmative Action Officer implements the At-
firrnative Action Plan through informing' the
cofteg'e community of the contents and purpose
of jhe Plan, assisting the College administration.
in achieving the objectives of AA, Plan, and

1 monitoring the progress toward achievement of
thesobjectives. /

MAJOR RESPONSIBILITIES: 's

1. Keeps informed of all legal, ramifications of
Executive Order 11246 as amendedr related
guidelines; and is fully conversant with the

1 -Black.Havi.k College Affirmative Action Plan
2: Assists department heads apd other super-

visors in the establishment of Affirmative Ac-
tion goals and objectives on equal,opportuni- .ty

3. Assists department heads and other Stper-
visori in the recruitment of members of
minority groups, women, and physically hen;
didapped as staff members or as studenes

4. Establishes and maintains liaison wi4h
national and local minority and women's
groUps which include affirmative action
among 'their concerns

5. Initiates and organizes an efficient and
regular system of monitoring all College per-
sonnel actions in accordance with the .

malive*Action Plan° .

6, Establishes and maintains, liaison with affir-
mative action officers on other campusesand
with U.S. Department of Health, Education
and Welfare personnel

7. Partidipates in the adjudication oaf complaints
iri accordance with procedures specifiedin
the Affirmative Action Plan .

8..In accordance with an Affirmative Action
Purchasing Policy, monitors all st.lbcontrac-
tors, vendors, and suppliers to-insure th4t
adequate steps are being taken to incor-
porate affirmative action compliance within

- their own,firms ,

. 4
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9. Prepares an annual report forthe President of -
the College and such reports as the U. S.
Depariment of Health, Educationand Welfare
or other governmental agencies may require

, concerning affirmative action
10. Initiates and coordiantes internal and' exter-

. nal communication pf information about the
Affirmative Action Plan and equal' employ-

. ment opportunitieseusing print and non-print
media and. formal and informal publication

11. Directs' orientation and training foA,,siper-
visdy personnel and staff member's to create
a healthy climate for equal opportunity

12.Promotes College participation in
community -wide equal employment oppor-
tunity efforts, such as job fairs, seminars, and
the like '

'PRINCIPAL WORKING RELATIONSHIPS:
(1. Works closely, with the College President in

planning for efficient and successful im-
plementation of Vie Affirmative Action Plan

2. Works closely with department headt and
other' supervisors in preparing employment
goals and timetables for their areas, in
meeting those goals aZ.timetables, and in

ropmoting a sensitiv to' the needs of
minority groups and women throughout.the
'College staff.

3. Works closely thia paraprofessional peer
counselors in disseminating information
about the Affirmative Action Rim as it relates
to students and educational programs, andin
keeping abreast of the needs of students who
are members of minority groups oc women

4. Works closely with the ombudsmen for
members of minority groups and women in
keeping aware of the needs'Of their employee

" cbnstituerits
5. Works closely with the College Information

Officer in developing an infofmational cam-
paign to acquaint both the academic and the
metropolitan community with the provisions
of the Affirmative Action Plan

DESIRABLE EXPERIENCE AND NEDUCATIONAL BACKGROUND:
1. Educational background or experience

hich endows the individual with a strong
/

11
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commitment to equal opportunity and '
provides preparatictn for Affirmative Action

2. Well-develOped sense of initiative
3. Eense of discretion and respect forobnfiden-

tiality of fecOrds
4. Aggressive personality cciMbined with sense

of-diplomacy and tact
2. Establishing Goals and Timetables for Irp-

. plenientatIon'of the Plan forIMprovementof
EqUal Opportunity in Employment *.

The Affirmative Aotion Offider will organize an
. informational campaign. to Acquaint department
heads; supervisors, and administrative personnel
who participate an the:recruitment and hiring
process with the confer/Is of Exectitive Order

- -7-11246 and Affirmative ActIon concepts. The ob-
ject ot this campdign will be 'the creation of a
Rositkt atmosphere in which the Officer can

4 meet individually with,departmentthairmen and
supervisors to establish employment Opals and
timetables for their area.

In separate conferences the Officer and super-
vis will compare the unit's performance in
provi g for equal opportunity with the
availability of skilled potential applidants.
Employee turnover and unit steffkng neediwill be

' analyzed, Hiring goals, timetables for.achieving
them, and recruiting metiiods will be mutually
agreed upon by the AffinflativeActionOfficerand :
College supervisory personnel and made a part of
this Affirmative Action Plan.

There are constraints which make goal setting
a difficult task. The firsiconstraintis that the rate
of enrollment growth of Meek Hawk College is
leveling Oft4 asindeed, it is throughout 'higher
education. This means, of course, that:significant
expansion of the CollegeworkforCe is not likely to
continue kir anpemployee- group.

The second 'constraint is that the College is
_____teaphing a state of tenu re saturiltron in the faculty

ranks' This makes Is less 'likely' that faculty ttir-
novel' will take place,. with ,the result that fewer.
position vacancies will be available to 'be filled.

The. cooperation of all members of the
academic community Will be necessary if the
College obilactives are to be:met. Success of Affir-
mative Action rests essentially.on the ieccignitton
thatiintent must be matched by effort.

12
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-3.Infoicithent Power of the Affirmative As-
tion_OffIcer

In. order to effectively enforce the Affir-
mative Action Plan., the Affirmative Action Of-
ficer is assigned the following specific en-
forCement powers:

1. The Officer shall, with the approval, of The
College President, have access to all per-%
son nel documents of the'College.

2. The Officer shall have access to any per-
. sonnel proceedings: undertaken by the

College; the Officer shall serve as an-ex-
officio, non - voting member_ of all pertinent
coma itt.ses cfealing with personnel matters
such as promotion, tenure, and sabbatical
leave, etc. .

3. The Officer'may call.' ipondepartment heads
and other supervisOrs to make periodic
reports on Affirmative Action efforts at such
times and in suchform as directed.

4. The. Officer' may require a delay in the filling
of specificpOsition vacancies until members
of minority groups, women, or physically
haFidicapped hive been interviewed; such
power is.to, be used°With disoretiOn and in
pori...dltation with the College.JPresidentAn
'relation -to, ,depitrinierifs or units where a
repetitive pattern of noncompliance with es-
tablished Affirmalive.Action goals itevicterfr'.

-
-B. OMBUDSMEN

.

It is recognized that thb Affirmative Action'Officer
cannot simigtaneduslY be a member of all minority
grouPs. 'Often-, ,however, in the daily pursuit of the
duties Of the OffiCer, and etpecially-in theedludica,
tion:of complaints, it is important that an advocate
who's representative of thiaffected minority grOup,
bavailable to assist theOfficer... 4,

Accordingly, the President shall appoint from the
ranks of the Coltege,employees an ombudsman for
women and for eac minority groupand from among.
the physidalleiandicappea represehted at the
College, :rhese perions shall not be burdened with-

', any of the jOblesponilbilities assigned to,the Affir-
,mativjAction Officer. their function will be to act as
littening potts andadviSors, They shall, however, be

. tufty conversant with the Affirmative Action Plan and
bebkilo interpret it tb their conSituents.,,

la



C. EVALUATION OF EQUAL OPPORTUNITY
EFFORTS OF SUPERVISORY PERSONNEL

Department heads and supervisors have a respon-
sibility to Work with the Affirmative Action Officer in
establishing, and achieving goals and timetables set
for their areas. They also have a responsibility to

keep the Officer informed of complaints concerning
equal opportunity. Achievementor failure to achieve
Affirmative Action goals and timetables will be con-
sidered as an important element in the evaluation of
supervisor% personnel. Failure in the area of Affir-
mative Action will be regarded .as partial failure in
meeting delegated job responsibilities and way be

iAlor-notgrantingjaises,promotionst or other
rewards of. emplOyment.

D. ADVISORY COMMITTEE ON ,IMPROVE-
MENT OF EQUAL OPPORTUNITIES FOQ
MEMBERS OF MINORITY GROUPS, WOMEN,
AND PHYSICALLY HANDICAPPED

The members of the two Task Forces expressed
the need to extend. It has been dete/mined to es-
tablish an Advisory Committee on Improvement. of
Equal Opportunities for Membeim .of` Minority ,
Groupsoment_and_r_physically handicapped
assist the College in implementing, monitoring and . "
improving its Affirmative Action Plan. Initial Task'
Force members will beasked to serve an-additional
term as members of the Advisory Committee. Subse-
quently, as initial committee members yield their
'potitions,'others will be appointer}''

Med hoc committee of six members, from The Ad-
visory CoMmittee shall be appointed bypeChair- .

man to participate in the selection of the Affirmative
Action Officer. In like manner, the ad hoc committe3

r willte asked to assist in an annual review of the per-
formance of the Affirmative Action Officer. The
recommendations of the ad hoc committee shall be
considered in both the initial appointment and in the
renewal appointment of the Offiter by. the Board of
Trustgetiz.-

E.' PROCEDURES GOVERNING
COMPLAINTS OF EMPLOYEES

;BecAuse of the subtlety of the practices which
. tend to limit the job advancement of women and

members the minority groups, and because dis-
criminate on is'not always conscious or overt, the Af-

14
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iirmative Action Officer may act in an advisory
capacity.in any job-related complaint which involves
a woman, a physically handicapped person, or a
member of a minority group. This advisory function
of the Affirmative Adtion Officer will operate even in
cases where discrimination does not appear to be
thebasis of the employee complaint.
- In the case of faculty members, specific
procedures already exist for review of decisions
relating to persons denied tenure, promotion, or
sabbatical, leave. Such procedures are outlined in
the faculty handbook. These procedures will con-
tinue to operate, and the Affirmative Action Office?

. will monitor any cases which involve employees who
are women, a physically handicapped person, or
members of minority groups. The Officer can effec-
lively fulfill this obligation because of the specific .
powers of his: office which include ex-officio
membere'hip on' the committees which grant tenure,
'promotion, and "sabbatical leave.

In aeother instances, for faculty members and
classified employees alike, there is no written policy.
The unwritten custom has been that, the employee
brings his complaint first to the attention of his
supervisor or department head. If the issue is not
resolved --at this- ;level; the-employee may-appeal-to
the next supervisory level.

It is expected that the:Dollege will take appropriate
steps to formalize the informal system now being
used. The College may wish to provide for such ad-
ditions as peer juries, written complaints beyond
level one, and a time limit for adjudication,

, .

Until such time as a general structure is for.:
mutated by the College, however, it shall be the
responsibility of supervisors and department heads
to notify the Affirmative Action Officer wheneverthe
adjudicition of a complaint is underway involving an
employee who is ay/omen= a member of a minority
group. While responsibility is placed on the dep,Irt-
ment head or supervisor, employees themselves are
adVised to notify the Affirmative Action Off ider or ap-

. propriate ombudsman so that monitoring of the act-
'pon and advising of the parties can begin. In all
cases, it is dIsirable that the Officer be a participant

, while proce'bdings are active, tither than that he be"
notified after proceedings are concluded.

Nothing in institutional appeal procedures

4
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.

prevents an employee from_ taking legal recourse
where he feels a state or Federal law has been
violated. The Affirmative Actibn Officer shall not
participate in Federal or state agency proceedings
or lawsuit's except as authorized by the College.

PURCHASING POLICY
Federally mandated Affirmative Action programs

are designed to have a ripple effect-through which a
primary contractor of the Federal govenirrieni
(Black Hawk Coll.a.ge) wilt encourage equal oppor-
tunity effort in those firms and institutions with
which it does business. Black Hawk College will
function ,,as a catalyst in -the local community by
patronizing those firms who demonstrate a-commit-
ment to equal employment opportunity in theirown

-enterprises,
The following provisions shall be incorporated in

every purchase order, Contract or subcontract ex-
ecuted by glack Hawk College unless exempted by
provisions of the United States Secretary of Labor, .
as specified in section 204 of the Execu,tive Order
11246 as amended:

Duringqhe'performance of any purchase order,
oontractursubcontractentered-into-by-Bilek-HEtwk
College,. the. agrees.as follows:

tThe_contractor_wilL.not_ct c r irn inate
!gains: any employee applicant for employ=
merit; because of race, color, religion, sex, or
national origin. The contractor will take Affir-
mative.;Action to ensure that applicants are
emploYed, and that employees are treated
doting employment without regard to their
race,, color, religion, sex, or national origin.
StIdtgaction shall include,but not be limited
to .tfieiollowing:- employment, upgrading,,
demotion, or transfer;, recruitment or recruit-
merit aOvertising; layoff or teimination; rates

. RI pay or, other forms of, compensation; anti
selection for training, including appren-
ticeship. The contractor agree§ to post in
conspicuous places, available to gniployees
and applicants foemployment, notices to be
provided by the contracting officer setting
forth the provision of this nondiscrimination
Clause.

ti
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- 2. The contractor will, in all solicitations or
advertisements for employees placed by or
On behalf of the contractor, state that all
qualified applicants will receive consideth-
tion for employment without regard to race,
color; religion, sex, or national origin.

3. The contractor will send to each labor union
or representative of workers with which he
has A collective bargaining .agreement or
other contract or understanding, a notice, to
be provided by the agency contracting of-
ficer, advising the labor union or worker's
representative of the contractors cibm=
mitments under section 202 of the Executive
Order 11246 of September 24, 1965, and shall
post copies of the notice in conspicuous
placesavailable to employees and applicants
for employment.

4. 'Thetontractopwill comply with all provisions
of Executive Order 11246 of September 24,
1965, and of the rules, regulations, and rele-
vantorders of the Secretary of Labor.

5. The contractor will furnish all information
and reports required by Executive 'Order
11246 of September 24, 1965, and by 'Me
rules. regulations, and .orders of. the
subretirst-qtabol;orpursuant-theretti, and
will permit access to his books, records, and
accounts by the contracting_agency and the
Secretary of Labor for purposes of investiga-
tion to ascertain compliance with such rules,
regulations; and orders.

6. In the event or the contractor's non;
compliance with the nondiscrimination
clauses of this contract or with any of such

'rules, regulations, or orders, this contract
may be conceited, terminated, or suspended
in whole or in part and the contractor may be
decla?ed ineligible for further Government,.
contracts 'In accordance with procedures
authorized in Executive Order 11246 of
Septefrther 24, 1965, and such other sanc-
lions may be imposed and remedies invoked
as provided in Executive Order 11246 of
September 24,1965, or by rule, regulation, or
order of the Secretary of Labor, or as
otherwise provided bylaw.



7. The contractor will include the provisions of
Paragraphs (1) through (7) in every subcon-
tract or purchase order unless exempted by
rules, regulations, or ordert of the-Secretary.
of Labor issued pursuant to section 204 of E*- ,

ecutive Order 11246 of S4tember 24, 1965,
so that such provisions will be binding upon
each. subcontractor or vendor. The contrac-
tor,wili taksuch action with respect to any
subcontract or purchase order as the con-
tracting agency may direct as a means of en=
forcing such provisions including sanctions
for, noncompliance: Provided, however, that
in the event the contractor becomes involved
in, or is threatened with, litigation with a sub-
dontractor or Vendor as a result of such direc-
tion by thecontracting agency, the contrac-
tor may requeSt the United States to enter
into such litigation to protect the interests of
the United States.

.PART TWO
STAFF ORIENTATION AND

TRAINING
4ffordingqual opportunity in employment is but --

one step in truly affording equal oppdtunities to
members, of minority groups, women and the
physically hindicapped. e.

Historically such individuals have been dis- ,
criminated against, not necessarily because ot pre- .

judice, but often due to lack ofi knowledge or ig- .

norance, in short, because of insensitivity to other
persons'. feelings.

It is the intent of the Staff Orientation and Training
plan, which is now being developed, to prOvide
members of the faculty and supportiveservices
staffs, with periodic workshops and orientation
sessions to make "them more aware of the steps -
which must be taken, the attitudes of 'Mind which
must be corrected, and the special needs of minority
groups, women and the physically handicapped,
which Black Hawk College intends to meet to.the
best ,of its ability.

It is felt by adding this section to the Affirmative
Action Plan that equal opportunityswill become:a
reality rather than an ideology.

o,t
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PART THREE .

EDUCATION AND SERVICES
TO STUDENTS

The plan will' permit the college to examine and
evaluate course offerings, textbook content, and
-method of delivery to assure fhanconscious pre-
judices are not present. Services to students must be
continually examined to assure that services are be-
ing provided to meet the needs of the student. Ser-,
vices, in the plan, will be defined as all out-of-class
interactionsthat take place between the student and
the College

To beingThe Affirmative Action Pikin full circle, we
must reach beyond the walls of the College. Just ap-
proaching the problem of equal opportunities within
the limited confines of this institution will never help
in affording equal opportunities to members of
minority ,groups, women, or the physically han-

-; didipped;
An abgressive plan must be put into action to

make all the residents of the college district, and
beyond, aware and sensitive to the needs of minority
groups, women and the physically handicapped.

, The plan will also contain steps formonitoring the
ways in which various media still overlook, or are in-

, sensitive to, the needs and feelings of these persons,
and to take corrective action.

The plan'will' also outline curriculums and/or
courses which can be brought before residents of
the college districtand others to help in overcoming
prejudices..
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